



Volume 17 No. 2
August 2018
MAR Vol 17 No. 2 August 2018.indd   1









Introspecting Entrepreneurship from a Tawhidic Perspective
Farah Akmar, Anor Salima, Suhaimi Mhd Sarif, Ainul Jaria Maidin, 
Yusof Ismail and Dolhadi Zainudin
Classification of Islamic Social Enterprises (ISE) in Malaysia Based 
on Economic Sectors
Muhammad Iqmal Hisham Kamaruddin and Sofiah Md Auzair
Transition from University to Industry: Challenges Faced by New 
Engineers in the Automotive Industry
Yuen Fook Chan and Selvam Balaraman
The Effect of Entrepreneurial Traits in Relation to Technology 
Entrepreneurship Education and Entrepreneurial Behavior 
Rohana Ngah, Siti Zahrah Buyong, Junainah Junid
and Noor Faizah Mohd Lajin
The Moderating Effect of Self-Efficacy in The Relationship Between 
Perceived Job Characteristics and Work Engagement
Ramesh Krishnan, Idris Osman, Geetha Muthusamy, 
Nurul Ezaili Alias and Suraya Hamimi Mastora
Exploring Business Performance in Micro Enterprises through 
Entrepreneurial Orientation, Knowledge Sharing and Innovation 
Rohana Ngah, Zarina Salleh and Zanariah Zainal Abidin
English Language Self-Efficacy in a Blending Learning Environment
Suthagar Narasuman and Zalina Mohd Zamri
Effective Cross Hedging: Evidence from Physical Crude Palm Oil 
and its Inter-Related Agricultural Futures Contracts
Noryati Ahmad, Ahmad Danial Zainudin, Fahmi Abdul Rahim, 
and Dr Catherine S F Ho
MAR Vol 17 No. 2 August 2018.indd   2
79
MANAGEMENT & AccouNTiNG rEviEw, voluME 17 No. 2, AuGusT 2018
ABSTRACT
Although much research attention has been given to study the effect 
of perceived job characteristics on various work outcomes, few have 
specifically examined the joint effect of perceived job characteristics and 
self-efficacy on employee work engagement. This study aimed to examine the 
role of self-efficacy as a moderator in the perceived job characteristics-work 
engagement relationship. A total of 646 employees from the healthcare sector 
in Malaysia participated in this study. A moderated hierarchical regression 
analysis revealed a positive effect on job characteristics (autonomy, skill 
variety, feedback, task significance, task identity) with work engagement and 
a significant interaction between task identity and self-efficacy in predicting 
employee work engagement. Managerial implications and directions for 
future research are discussed.
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INTRODUCTION 
Employee work engagement has received increasing research attention 
over the past ten years (Coffeng et al., 2014; Bakker & Scaufeli, 2008; Ng 
& Tay, 2010; Schaufeli, Bakker, & Salanova 2006; Schaufeli & Salanova, 
2007). Employees who are engaged in their work express themselves 
physically, cognitively, and emotionally during role performance and also 
psychologically present when occupying and performing an organizational 
role (Kahn, 1990). Engagement is also construed as positive antithesis of 
burnout (Maslach, Schaufeli & Leiter, 2001) and is said to be characterized 
by energy, involvement, and efficacy.  Schaufeli et al., (2002:74) defined 
engagement as “a positive, fulfilling, work-related state of mind that is 
characterized by vigor, dedication, and absorption”. The authors stated that 
engagement is not a momentary and specific state, but rather, it is a more 
persistent and pervasive affective-cognitive state that is not focused on any 
object, event, individual, or behaviour. 
Review of the literature shows two streams of research that 
provide models of employee engagement. In the first model of employee 
engagement, Kahn (1990) explored three psychological conditions 
associated with engagement or disengagement at work: meaningfulness, 
safety, and availability. His study showed that employees were more engaged 
at work in situations that give them more psychological meaningfulness 
and psychological safety. In the second model of employee engagement, 
Maslach et.al (2001) identified six areas of work-life that leads to 
employee engagement namely: workload, control, rewards and recognition, 
community and social support, perceived fairness, and value. Maslach 
et.al (2001) argued that job engagement is associated with a sustainable 
workload, feeling of choice and control, appropriate recognition and reward, 
a supportive work community, fairness and justice, and meaningful and 
valued work. 
Although past researchers have focused on studies that examine the 
antecedents of work engagement, recent research are found to examine role 
of personality and dispositional variables as potential moderators in the 
relationship between various work situation and employee work attitude 
variables (Colbert et al., 2004; Dzepina, 2011). This research focused 
on examining the moderating role of self-efficacy in the perceived job 
characteristics-work engagement link.
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Job Characteristics and Work Engagement
Decreased employee satisfaction, increased turnover and absenteeism, 
and difficulties in managing employees in simplified jobs prompted 
researchers to develop theories focusing on the motivating features of work. 
Hackman and Oldham (1975, 1980) identified the core job characteristics 
that would increase the experience three types of psychological states and 
subsequently propounded the job characteristics theory which argued that 
the most effective means of motivating employees is through the optimal 
design of jobs. The job characteristics theory focuses on facilitating high 
internal work motivation in the workplace in order to achieve positive work 
behaviors. The authors proposed that the means for increasing internal work 
motivation is to design jobs, so they will provide (1) skill variety; (2) task 
identity); (3) task significance; (4) autonomy, and (5) feedback. 
Research shows motivating job characteristics in the workplace leads 
to various positive work behaviors and employee attitudes such as job 
involvement, job satisfaction, job commitment, employee performance and 
work engagement. This study focused on examining the effects of perceived 
job characteristics on work engagement. The theoretical explanation on the 
relationship between perceived job characteristics and work engagement 
can be found in the Social Exchange Theory (Blau, 1964). When employees 
receive positive inputs from their organization, they feel obliged to repay the 
organization with greater levels of engagement. When the organization fails 
to provide these inputs (e.g. motivating job characteristics, social support, 
conducive work environment), individuals are more likely to withdraw and 
disengage themselves from their roles. 
Based on the above discussion on the theoretical and empirical 
researches related to this study, the researchers proposed the following: 
H1: Job Characteristics (autonomy, skill variety, feedback, task significance, 
task identity) are positively relate to work engagement.
Moderating Role Of Self-Efficacy
Self-efficacy refers to beliefs about one’s capabilities to learn or 
perform behaviours at designated levels. Besides that, it is also defined as 
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the capacity to organize and execute the courses of action required to manage 
prospective situation. Self-efficacy is entrenched in a larger theoretical 
framework of the social cognitive theory, which explains that human 
achievement depends on interactions between one’s behaviours, personal 
factors (e.g., beliefs, thoughts), and environmental conditions (Bandura, 
1977,1986,1997; Bandura & Schunk, 1981). According to Chaudhary, 
Rangnekar and Barua (2012), self-efficacy is also said to be related to high 
effort and persistence, as they are also part of the individual’s motivational 
behaviours.
Although past researchers focused on the direct effects of self-efficacy 
in influencing various work outcomes (Mache, et.al, 2014), recently, more 
studies have been conducted to examine the moderating role of self-efficacy 
in  various job situation-work outcome relationship. For example, Ballout 
(2009) examined the moderating role of self-efficacy in the relationship 
between career commitment and career success and found that career 
commitment predicted both objective (i.e. salary level) and subjective 
(i.e. career satisfaction) career success only for employees with average to 
high self-efficacy but not for those with low self-efficacy. In another study 
to understand the relationship between the job demands and work-related 
psychological responses, Panatik, O’Driscoll, and Anderson (2011) found 
that self-efficacy moderated the impact of job demands on psychological 
strain among Malaysian technical workers. When the individual had low 
self-efficacy, high job demands had a higher negative effect on feeling 
anxiety and depression.  
Based on the above discussion on the theoretical and empirical 
researches related to this study, the researchers propose the following: 
H2: Self-efficacy moderates the relationship between job characteristics 
(autonomy, skill variety, feedback, task significance, task identity) 
and work engagement
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METHOD
Sample and Data Collection
This study employed a convenience sampling method in selecting 
respondents consisting of healthcare employees in two public hospitals 
in Malaysia. A survey was conducted using established questionnaires to 
measure the main variables in this study. A pilot study was also conducted 
to assess the appropriateness of the questionnaire design. It was agreed that 
most of the items were clear and understandable by both the target groups.
Measures
All constructs of the study were measured with scales adopted from 
existing scales. 
Job Characteristics. The five dimensions of job characteristics 
(autonomy, skill variety, feedback, task significance and task identity) 
were measured with the corresponding subscales of the Job Diagnostic 
Survey by Hackman and Oldham (1975). Each subscale consists of four 
items that was evaluated by the respondents based on a 5-point Likert-type 
scale from 1 indicating strongly disagree to 5 indicating strongly agree.  An 
example of the autonomy measure is “my job allows me to make a lot of 
decisions on my own”. An example of the skill variety measure is “my job 
is quite simple and repetitive”. An example of the feedback measure is 
“I often receive feedback from my supervisor and peers”. An example of 
the task significance measure is “I am holding a very important job in this 
organization”. An example of the task identity measure is “My job provides 
me the chance to completely finish the piece of work I begin”. The respective 
coefficient alphas for autonomy, skill variety, feedback, task significance 
and task identity in this study were .63, .72, .79, .68 and .56.
Self-Efficacy. The Generalized Self-Efficacy Scale (GSES) developed 
by Jerusalem and Schwarzer (1992), consists of 10-items designed to 
assess optimistic self-beliefs. This is the belief that one can perform 
a novel or difficult task, or cope with adversity in various domains of 
human functioning. Perceived self-efficacy facilitates goal-setting, effort 
investment, persistence in the face of barriers and recovery from setbacks, 
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for example “I can always manage to solve difficult problems if I try hard 
enough.” This study has reported a coefficient alpha reliability of .77 for 
self-efficacy.
Work Engagement. This study adopted the 9-item questionnaire scales 
designed by Schaufeli et al., (2006) to measure work engagement. These 
items assess three main dimensions of work engagement namely vigour, 
dedication and absorption in their jobs. A sample item is “at my work, I 
feel bursting with energy”. Participants indicated their response on a five-
point Likert-type scale from 1 indicating strongly disagree to 5 indicating 
strongly agree. This study has reported a coefficient alpha reliability of .89 
for work engagement.
Data Analysis
The data was analysed using the Statistical Package for Social 
Sciences (SPSS) for Windows Version 20.0. Prior to conducting the multiple 
regression (Aiken & West, 1991) data was screened for violations of the 
assumptions of normality, linearity, homoscedasticity and multicollinearity 
(Tabachnick & Fidell, 2007).  The bivariate relationship between all the 
variables was investigated using the Pearson product-moment correlation 
coefficient. A moderated hierarchical regression was conducted to test 
the moderation effects of self- efficacy on the relationship between job 
characteristics variables and work engagement (Hypothesis 2). The 3 main 
steps (Cohen & Cohen, 1983) involved in the moderated regression analysis 
are as described below. In Step 1 of the moderated regression analysis, the 
hypothesized independent variables were entered. In Step 2, the moderator 
variable (self-efficacy) was entered. In Step 3, the interaction term was 
entered. Any significant increase in the variable explained, as shown by R² 
in Step 2 and the corresponding significance value for beta would indicate 
the direct relationship between the moderating variable (self-efficacy) and 
the dependent variable. Any significant increase in the variable explained, 
as shown by R² in Step 3 and the corresponding significance value for beta 
would indicate the moderating effect of self-efficacy on the relationship 
between the independent variables and the dependent variable. According to 
Sharma et al, (1981) if the interaction term is statistically significant and the 
coefficient of determination value (R square) increases, a pure moderating 
effect is then present. On the other hand, if there is no significant difference 
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in Step 2 and Step 3 of the moderated regression analysis, a quasi-moderating 
effect is present.  The significance of the interaction was determined by 
examining the significance of the increment in criterion variance that is 
explained by the interaction term. 
RESULTS 
Sample Profile
A total of 800 questionnaires were distributed and 681 were returned. 
Out of the 681 survey forms that were returned, 35 cases with several missing 
values were removed, leaving a final research sample of 646 cases that were 
used in the final analysis.  Of the 646 respondents, 97.4% were female and 
2.6 % were male. There was no fair balance in respondent’s gender because 
female are the dominant workforce holding clinical jobs in hospitals. In 
terms of ethnic composition of the respondents, 93.3% comprised of Malays, 
3.9 % comprised of Chinese, 2.3 % comprised of Indians and the rest were 
from other ethnic groups.  About 74% of the respondents were married, 19 
% were not married and 91% held higher school certificates and diploma 
qualification. The age range of the sample of participants was 23 to 58 years, 
with an average age of 36 years old (s.d= 8.4). The mean organizational 
tenure was 8 years (sd= 7.1). 
Table 1 shows the value of means, standard deviations, internal 
reliabilities and correlations among the variables. The mean value of the study 
variables were above 3.5. The Pearson product-moment correlation analysis 
shows that most of the variables are moderately and strongly correlated 
with one another. As can be seen, job characteristics variables  correlated 
with work engagement, and with self efficacy. All of the job characteristics 
variables  were also positively related to work engagement and self-efficacy. 
In general,correlations were small to moderate, suggesting that common-
source variance was not a major problem in these data.
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Table 1: Means, Standard Deviations, Correlations and Reliabilities
 Variables M SD 1 2 3 4 5 6       7
1.Autonomy 3.49 0.75 (.63)   
2.Skill variety 3.67 0.59 .38** (.72)
3.Feedback 3.99 0.58 .37** .38** (.79)
4.Task Significance 4.11 0.59 .18** .35** .44** (.68)
5.Task Identity 3.58 0.60 .26** .36** .32** .29** (.56)
6.Self Efficacy 4.10 0.50 .30** .26** .37** .44** .35** (.77)
7.Work Engagement 4.01 0.58 .39** .40** .43** .39** .34** .53**  
(.89)
Notes: Values in parentheses along the diagonal represent coefficient alphas.   *p<0.05; **p<0.01
Interaction between Job Design Characteristics and Self-
Efficacy on Work Engagement
Table 2 shows the result of the moderated hierarchical multiple 
regressions that tested the interactive effect of the five dimensions of job 
characteristics perceptions and self-efficacy on employee work engagement. 
Hypothesis 1 stated that job design characteristics (autonomy, skill variety, 
feedback, task significance, task identity) are positively related to work 
engagement. When these five job design characteristics were entered in 
Step 1, the total variance explained by the model as a whole was 27.5%, F 
(7, 638) = 13.392, p<0.001. Among these independent variables, autonomy, 
feedback and task significance were found to be significantly related to 
work engagement. All of these four job characteristics variables were also 
positively related to work engagement. Thus hypothesis 1 gained partial 
support in this study. 
In step 2 of the analysis, when the moderating variable (self-efficacy) 
was entered, the total variance explained by the model was 38.1%, F (8, 
637) = 17.476, p<0.001. Self-efficacy was positively and significantly 
(b=0.438, p<0.001) related to work engagement and explained an additional 
10.5% of the variance in work engagement, after controlling for the five 
independent variables. In the final step (Step 3), all the five main interaction 
terms were entered. The addition of these interaction terms accounted for 
an additional 1.8% of the variance (∆R² = 0.018, p<0.01).  In this final step 
of the moderated multiple regression, only the independent variable of task 
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identity (b= 0.995, p<0.001) was found to be significantly related to work 
engagement. The moderating variable (self-efficacy) was also found to 
be significantly related to work engagement (b=1.271, p<0.001). Among 
these interaction terms, only task identity (b= 0.215, p< 0.01) shows a 
significant interaction with self-efficacy in predicting work engagement. 
As indicated by Sharma et al., (1981), the moderating effect is considered 
present when the interaction terms are statistically significant.  Hypothesis 
2 stated that self-efficacy moderates the job design characteristics-work 
engagement relationship. Because there is no significant interaction between 
job autonomy and self-efficacy, skill variety and self-efficacy, feedback and 
self-efficacy, and task significance and self-efficacy on work engagement, 
Hypothesis 2 also gained partial support in this study. 
Table 2:  Moderated regression results for the interaction effects of 
perception of job characteristics and self-efficacy on work engagement
 Variable Work Engagement
Step 1 Step 2 Step 3
 B  B  B
Autonomy  (MJA) 0.100*** 0.047 0.175
Skill variety (MJV) 0.046 0.037 0.469
Feedback (MJF) 0.254*** 0.189*** -0.144
Task significance (MJS) 0.213*** 0.092* -0.066
Task identity (MJI) 0.066 0.076* 0.995***
Self-efficacy (MSE) 0.438*** 1.271***
MJA x MSE -0.034
MJV x MSE -0.103
MJF x MSE 0.077
MJS x MSE 0.035
MJI x MSE -0.215**
R² 0.275 0.381 0.399
Adjusted R² 0.267 0.373 0.387
F 13.392*** 17.476*** 10.985***
∆R² 0.260 0.105 0.018
Notes: N=646; unstandardized coefficients are reported; *p<0.05; two tailed;
**p<0.01; two tailed; ***p<0.001; two tailed *p<.05, one tailed.
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DISCUSSION & IMPLICATIONS
The main purpose of this study was to examine the moderating role of self-
efficacy in the relationship between perceived job characteristics and work 
engagement. As hypothesized, the results showed support for the direct effect 
of perceived job characteristics on work engagement (Hypothesis 1).  The 
findings of the significant positive effect job characteristics variables on 
work engagement are consistent with several research results (Maslach 
et al. 2001, Saks 2001, Salanova & Shaufeli, 2008). This study also has 
provided further support for an interactionist perspective in the development 
of employee work behavior (work engagement). It was found that employee 
engagement in work was jointly predicted by dispositional (self-efficacy) and 
work situational (motivational job characteristics) variables. Importantly, 
the findings of this study show that self-efficacy partially moderates the 
relationship between job characteristics and work engagement (Hypothesis 
2). The present findings are consistent with a study by Panatik, O’Driscoll, 
& Anderson (2011) who found that self-efficacy moderated the impact of 
job demands on psychological strain among Malaysian technical workers 
and also with the study by Ballout (2009) which showed a moderating role 
of self-efficacy in the relationship between career commitment and career 
success.
One important implication of this study is that employees’ perception 
about job characteristics and their self-efficacy matters in the workplace, 
particularly with regard to promoting their engagement level in their job. 
This study has demonstrated that employees who found motivating work will 
actively engage in their job if they possess high self-efficacy. Specifically, 
this study found a significant interaction between perceived task identity 
and self-efficacy in the prediction of work engagement among employees. 
Therefore, employers who wish to increase work engagement among 
employees may need to plan programmes that will increase employee 
self-efficacy and at the same time ensure employees complete the entire 
piece of work. 
Limitations and Suggestion For Future Research
Although this study has provided some important insights into the 
relationship between perceived job characteristics and work engagement, 
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we acknowledge that there are also some limitations. First, the sample 
used in this study consists of rather a homogenous group of mostly female 
respondents (over 94%). Further, the respondents in this study are mainly 
registered staff nurses employed in the public hospitals in Malaysia. This 
has implications on generalizability of our research findings to employees 
in other sectors of the economy. Thus, future studies should replicate our 
study using samples drawn from different occupations and type of work 
with even gender distribution. Second, the current study has employed 
a cross-sectional design in which data were collected from respondents 
at a single point in time. One of the weaknesses in this method is that it 
does not allow us to draw firm conclusion regarding the causal direction 
of the relationships among the predictors and outcome variables. Given 
this limitation, future research should examine the relationships among 
the variables using longitudinal designs that examine the continuity of the 
response.  Finally, this study has focused on only one type of employee 
personality as a moderator in the perceived job characteristics-work 
engagement relationship.  Future research can be extended by examining 
other potential personality variables such as job conscientiousness or grit. 
CONCLUSION
This study has provided an empirical evidence for linking employees’ 
perceived job characteristics and their work engagement in the workplace. 
This study found a strong support for the direct effect of job characteristics 
(autonomy, skill variety, feedback, task significance, task identity) on work 
engagement. This study also found that self-efficacy only moderates the 
relationship between perceived job identity and work engagement.
ACkNOWLEDGEMENTS 
The authors gratefully acknowledge the help of the Ministry of Higher 
Education Malaysia (MOHE) for gratefully sponsoring this study under 
the Fundamental Research Grant Scheme (Grant No: 600-RMI/FRGS 5/3 
(105/2015) . Last but not least a lot of thanks to the Research Management 
Institute (RMI) of the Universiti Teknologi MARA, Malaysia for supporting 
this research. However, all the contents in this paper are of the authors’ 
responsibility.
MAR Vol 17 No. 2 August 2018.indd   89
90
MANAGEMENT & AccouNTiNG rEviEw, voluME 17 No. 2, AuGusT 2018
REFERENCES 
Aiken, L. S. & West, S.G.  (1991).  Multiple regression: Testing and 
interpreting interactions. Newbury Park, CA: Sage Publications.
Bakker, A.B. & Scaufeli, W.B.  (2008).  Positive organizational 
behavior: Engaged employees in flourishing organizations. Journal 
of  Organizational Behavior 29, 147-154.
Ballout, H. I.  (2009).  Career commitment and career success: moderating 
role of self-efficacy. Career Development International,14.
Bandura, A. (1977). Self-efficacy: towards a unifying theory of behavioural 
change. Psychological Review,84,191-215.
Bandura, A. (1986). Social foundations of thought and action: A social 
cognitive theory. Englewood Cliffs, NJ:Prentice Hall.
Bandura, A. (1997). Self-efficacy: The exercise of control. New York: 
Freeman.
Bandura, A., & Schunk, D. H. (1981). Cultivating competence, self-efficacy, 
and intrinsic interest through proximal self-motivation. Journal of 
personality and social psychology, 41(3), 586.
Blau,P.  (1964).  Exchange and Power in Social Life. New York: Wiley.
Chaudhary, R., Rangnekar, S., & Barua, M. K. (2012). Relationships 
between occupational self efficacy, human resource development 
climate, and work engagement. Team Performance Management: An 
International Journal, 18(7/8), 370-383.
Coffeng, J.K., Hendriksen, I.J.M., Duijts, S.F.A., Twisk, J.W.R, Willem van 
Mechelen & Boot, C.R.L.  (2014). Effectiveness of a combined social 
and physical environmental intervention on presenteeism, absenteeism, 
work performance, and work engagement in office employees. Journal 
of Occupational and Environmental Medicine  56 (3), 259-265.
MAR Vol 17 No. 2 August 2018.indd   90
91
The ModeraTing effecT of Self-efficacy in The relaTionShip
Cohen, J. & Cohen, P.  (1983).  Applied multiple regression/correlation 
analysis for the behavioral sciences. Erlbaum, Hillsdale, NJ.
Colbert, A.E., Mount, M.K., Harter, J.K., Witt, L.A. & Barrick, M.R.  (2004). 
Interactive effects of personality and perceptions of the work situation 
on workplace deviance. Journal of Applied Psychology 89 (4),599-609.
Dzepina, M.  (2011).  Job characteristics and work engagement.: The 
moderating effect of sense of coherence. Unpublished Master’s Thesis. 
University of Johannesburg. Retrieved from http://ujdigispace.uj.ac.za/
handle/10210/4865
Hackman, JR  & Oldham, GR 1975,  ‘Development of the job diagnostic 
survey’,  Journal of Applied Psychology, vol.60, pp.159-170.
Hackman, JR  & Oldham, GR 1980, Work Redesign,  Reading, MA: 
Addison-Wesley.
Jerusalem, M., & Schwarzer, R. (1992). Self-efficacy as a resource factor 
in stress appraisal processes. Self-efficacy: Thought control of action, 
195-213.
Kahn, W.A.  (1990).  Psychological conditions of personal engagement and 
disengagement at work. Academy of Management Journal 33,692-724.
Mache, S., Vitzthum, K., Wanke, E., Groneberg, D. A., Klapp, B. F., & 
Danzer, G. (2014). Exploring the impact of resilience, self-efficacy, 
optimism and organizational resources on work engagement. Work, 
47(2014), 491-500. 
Maslach, C., Scaufelli, W.B & Leiter, M.P.  (2001). Job burnout. Annual 
Review of Psychology 52,397-442.
Ng, G.C.& Tay, A.  (2010). Does work engagement mediate the relationship 
between job resources and job performance of employees? African 
Journal of Business Management 4(9),1837-1843.
MAR Vol 17 No. 2 August 2018.indd   91
92
MANAGEMENT & AccouNTiNG rEviEw, voluME 17 No. 2, AuGusT 2018
Panatik, S. A., O’Driscoll, M. P., & Anderson, M. H. (2011). Job demands 
and work-related psychological responses among Malaysian technical 
workers: The moderating effects of self-efficacy. Work & Stress, 25(4), 
355-370.
Schaufeli, W.B. & Salanova, M.  (2007).  Work engagement: An emerging 
psychological concept and its implications for organizations. In S.W. 
Gilliland, D.D. Steiner & D.P. Skarlicki (Eds.), Research in social 
issues in management: Vol. 5. Managing social and ethical issues in 
organizations.
Schaufeli, W.B., Bakker, A.B. & Salanova, M. (2006). The measurement 
of work engagement with brief questionnaire; a cross national study. 
Educational and Psychological Measurement  66, 701-716.
Sharma, S., Durand, R.M.& Gur-Arie, O. (1981). Identification of moderator 
variables. Journal of Marketing Research 18(3), 291-300.
Tabachnick, B.G.& Fidell, L.S.  (2007). Using multivariate statistics. (5th 
edn). Boston: Pearson Education.
MAR Vol 17 No. 2 August 2018.indd   92
